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This Memorandum is entered into pursuant to the provisions of Section 3500, et seq., of
the Government Code of the State of California.

The City of San Pablo (hereinafter referred to as “City”) and the San Pablo Police
Employees’ Association (hereinafter referred to as “Association”), (collectively referred to
as the “parties”), have met and conferred in good faith regarding wages, hours and other
terms and conditions of employment for the employees in the representation unit; have
freely exchanged information, opinions and proposals; and have reached agreement on all
matters relating the employment conditions and employer-employee relations of such
employees.

This Memorandum of Understanding shall be presented to the San Pablo City Council as

the joint recommendation of the undersigned parties for salary and employee benefit
adjustments for the period commencing July 1, 2017 and ending June 30, 2021.

SECTION 1. RECOGNITION

The Association is the recognized employee association representing regular, full-time
employees in the following classifications:

Sworn
Police Sergeant
Police Officer

Non-Sworn

Jailer

Police Officer Trainee
Police Services Assistant
Police Services Technician
Police Executive Assistant
Police Administrative Clerk

SECTION 2. ASSOCIATION AND EMPLOYEE RIGHTS

2.1 No Discrimination

Employees represented by the Association shall be free to participate or not to
participate in Association activities without interference, intimidation or
discrimination, in accordance with State Law and City Policies, Rules and
Regulations.

There shall be no discrimination by the City or Association because of race, creed,
color, national origin, sex, or Association activities, against any employee or
applicant for employment and, to the extent prohibited by applicable State and



2.2

Federal Law, there shall be no discrimination because of age. There shall be no
discrimination against any disabled person solely because of such disability.

Complaints based on this Section 2.1 (No Discrimination) with the exception of
discrimination based on Association activities shall be handled through the City’s
harassment/discrimination/retaliation complaint procedure and shall not be subject
to the City’s grievance procedure.

The Association and Employee Rights Include:

A. The right to represent its members before the City Council or Advisory
Boards or Commissions, with regard to wages, hours and working conditions
or other matters within the scope of representation.

B. The right to be given reasonable written notice of any creation of, or change
to, an Ordinance, Rule, Resolution or Regulation within the scope of
representation.

C. The City shall provide annually each July 1St through the term of this
agreement a bank of two hundred (200) paid leave hours to be used by
designated representatives of the Association when engaged in activities the
parties mutually agree are in the shared interest of more harmonious labor
relations. The above is exclusive of paid release time required under the
Meyers Milias Brown Act.

D. The right to have payroll deductions made for payment of organization dues
and for approved programs.

E. The right to the use of designated space on bulletin boards by the
Association in each building or facility where employees represented by the
Association are assigned.

F. The use of City facilities for Association activities providing that appropriate
advance arrangements are made. The granting of such use may be
conditioned on appropriate charges to offset the cost of such use.

G. Reasonable access to employee work locations for officers of the
Association and the officially designated representatives, for the purpose of
processing grievances or contacting members of the Association concerning
business within the scope of representation. Access shall be restricted so
as not to interfere with the normal operations of the Department or with
established safety or security requirements.

H. Unless expressly labeled as such, nothing contained in this Agreement is a
Waiver by the Association of its right to meet and confer on any proposed
changes by the City of any matter(s) relating to employee conditions and



employer-employee relations not included in this Agreement, including but
not limited to: wages, hours and other terms and conditions of employment,
during the term of this Agreement.

SECTION 3. MANAGEMENT RIGHTS AND RESPONSIBILITIES

3.1

3.2

Except as otherwise specifically provided in this Agreement, or amendments or
revisions thereto, and subject to the right of an affected employee, personally or
through his/her authorized representative, to dispute the actual application and
impact of the City's actions, and of a recognized employee organization to claim that
the exercise thereof violates the express provisions of an existing Memorandum of
Understanding between the City and said organization, the City has and retains the
rights and functions of management, including but not limited to: the right to
determine the methods, means and personnel by which its operations are to be
conducted; to determine the mission of each of its constituent departments, boards
and commissions; to set standards of service to be offered to the public considering
employee safety and workload; to classify positions; to add or delete positions or
classes; to establish standards for employment, promotion and transfer of
employees; to establish and enforce dress and grooming standards; to direct its
employees; to take disciplinary action for cause; to schedule employees; and to
relieve its employees from duty because of lack of work or other legitimate reasons.

Americans with Disabilities Act

Because the ADA requires accommodations for individuals protected under the Act,
and because these accommodations must be determined on an individual and on a
reasonable, case-by-case basis, the parties agree that the provisions of this
Agreement may be disregarded in order for the City to avoid discrimination relative
to hiring, promotion, granting permanency, transfer, layoff, reassignment,
termination, rehire, rates of pay, job and duty classification, seniority, leaves, fringe
benefits, training opportunities, hours of work or other terms and privileges of
employment, and the Association expressly waives any right to meet and confer in
such situations.

The Association recognizes that the City has the legal obligation to meet with the
individual employee to be accommodated before any adjustment is made in working
conditions. Subject to the employee’s written consent, the Association will be
notified of these proposed accommodations prior to implementation by the City.

Any accommodation provided to an individual protected by the ADA shall not
establish a past practice, nor shall it be cited or used as evidence of a past practice
in the grievance/arbitration procedure.

Prior to disregarding any provision of this Agreement in order to undertake required
accommodations for an individual protected by the Act, the City will provide the



Association with written notice of its intent to disregard the provision, and will allow
the Association the opportunity to discuss options to disregarding the Agreement.

SECTION 4. SALARIES

4.1

4.2

Paydays

The City shall pay all employees on the fifth (5'") and twentieth (20") of each month.
Should the regular payday occur on a Saturday or Sunday, payment shall be made
on the preceding Friday. Should a holiday occur on the regularly scheduled payday,
checks shall be issued on the day preceding the holiday.

Salaries

All classifications listed in Section 1, herein, shall receive salary increases as
follows:

Contingent upon Association ratification and City Council approval of the Tentative
Agreement for a successor MOU by July 3, 2017, effective July 1, 2017, there will
be a three percent (3%) Cost of Living Adjustment for all classifications represented
by the bargaining unit,

Effective July 1, 2018, there will be a three percent (3%) Cost of Living Adjustment
for all classifications represented by the bargaining unit,

Effective July 1, 2019, there will be a three percent (3%) Cost of Living Adjustment
for all classifications represented by the bargaining unit,

Effective July 1, 2020, there will be a three percent (3%) Cost of Living Adjustment
for all classifications represented by the bargaining unit.

In recognition of recruitment and retention challenges faced by the City as
evidenced by the current vacancy rate, Police Officers and Sergeants shall receive
additional salary increases, as follows:

Contingent upon Association ratification and City Council approval of the Tentative
Agreement for a successor MOU by July 3, 2017, effective July 1, 2017, there will
be a one-half percent (0.5%) salary increase,

Effective July 1, 2018, there will be a one-half percent (0.5%) salary increase,

Effective July 1, 2019, there will be a one-half percent (0.5%) salary increase,

Effective July 1, 2020, there will be a one-half percent (0.5%) salary increase.



4.3

Special Assignment Pay
For Special Pays described in Sections 4.3 — 4.7, see chart in Exhibit B.

Any employee assigned by the Chief of Police to the below listed positions may be
removed from such assignment and/or assigned to another assignment without the
right of appeal - unless such assignment is for disciplinary reason or for
unsatisfactory work performance.

No employee shall receive a cumulative total of any of the following special
assignment and incentive pay exceeding twenty-five percent (25%) of salary:

DUI/Traffic Officer

Canine Officer/Sergeant

School Resource Officer/Sergeant
Training Manager/Sergeant

Gang Officer (P.O.P.)/ Sergeant

Police Liaison Officer/ Sergeant, training
Department Certified Training Staff
Shift Differential

Detective Pay

FTO Officer/Sergeant

Other Specialized Positions

Incentive Pay/Longevity (all 4 levels — 10, 15, 20 and 25 years)
Master Officer/Sergeant

Education Pay

Relief Pay

POST pay.

No individual Special Assignment Pay shall exceed five percent (5%), except for
shift differential, detective pay, and training premium pay for Field Training Officer,
Training Sergeant, and Department Certified Training Staff.

The following Special Assignment Pay designations must be approved by the City
Manager. The City shall report the following Special Assignment Pay designations
to CalPERS in accordance with California Public Employees’ Retirement Law.

An employee receives a Special Assignment Pay as follows:

4.3.1 During the period of such assignment: (included in 5% cap per
assignment and 25% overall cap)

D.U.L./Traffic Officer/

Canine Officer/Sergeant

School Resource Officer/Sergeant

Training Manager Premium/Sergeant

Gang Detail Officer/Sergeant (P.O.P.)

mooOw»



4.4

4.5

F. Special Entry Apprehension Team

4.3.2 Only when performing such assignment or while acting in that capacity:
(included in 5% cap per assignment and 25% overall cap)

A. Training premium pay for non-sworn employees who have participated in a
formal, certified training program as approved by the Chief.

4.3.3 The following are excluded from the 5% cap and the 14% total cap
established in Section 4.7; and included in 25% overall cap:

A. Shift Differential: All full-time Police Department employees shall receive a
differential of four percent (4%) of base salary while assigned to swing shift;
a differential of six percent (6%) of base salary while assigned to Graveyard
Shift; and a differential of five percent (5%) of base salary while assigned to
Relief Shift. Relief shift shall be defined as the Saturday, Sunday, Monday,
Tuesday day watch squad and vacation relief squad.

B. Detective Section Premium: Officers and/or Sergeants assigned as
Detectives shall receive an additional seven percent (7%) of salary, at the
employee's basic hourly rate.

C. Training premium pay for Field Training Officer, Sergeant, Department
Certified Training Staff or any training when assigned to the Training Unit-
five percent (5%)

Regular Assignment Pay for Other Specialized Positions (included in 5% cap
per assignment and 25% overall cap)

Upon recommendation by the Chief of Police and with concurrence from the City
Manager, employees receive five percent (5%) of their base pay during any other
assignments requiring specialized training or expertise beyond that of regularly
assigned duties (e.g., Hostage Negotiator, etc.). An employee will only receive the
pay when performing said assignment. Pay received under this section is included
in the five percent (5%) cap provided in Section 4.3.

The assignment pay under this Section does not meet the definition of special
compensation under Section 571 (a) (4) of the California Public Employees’
Retirement Law.

Canine Pay (included in 5% cap per assignment and 25% overall cap)
Employees covered herein who are assigned a Canine Officer detail are entitled to

compensation for the off-duty hours spent caring, grooming, feeding and training
their canine. To receive such compensation, officers assigned as Canine Officers



4.6

must have responsibility for caring, grooming, feeding and training of a canine. The
parties acknowledge that the Fair Labor Standards Act, which governs the
entitlement to compensation for canine duties, entitles the parties to agree to a
reasonable number of hours per month for the performance of off-duty canine
duties (which shall be fifteen (15) hours per month as provided below). The hours
derived at in this agreement were determined after an actual inquiry of the Canine
Officers. The Fair Labor Standards Act also allows the parties to agree on
appropriate compensation for the performance of canine duties. It is the intent of
the parties through the provisions of this article to fully comply with the requirements
of the Fair Labor Standards Act. In addition, both parties believe that the following
agreement does comply with the requirements of the Fair Labor Standards Act.

Employees assigned as Canine Officers shall be paid five percent (5%) of salary as
compensation for fifteen (15) hours per month for off-duty Canine Officer duties.
This compensation compensates the Canine Officers for the reasonable number of
hours per month which the canine officer spends feeding, grooming and caring for
the dog which has been assigned to the officer as well as training the dog off duty.
The parties agree that the foregoing compensation is intended to compensate the
canine officer for off-duty canine activities on an overtime basis at one and one half
times the officer’s regular rate for canine duties. Regular rate for off-duty canine
duties will be determined for each canine officer by dividing five percent 5% by
fifteen (15) hours and then dividing that amount by one and one-half (1.5). Itis the
intent of the parties that the regular rate of pay for off-duty canine duties will exceed
both the State and Federal minimum wage. Itis expected that Canine Officers will
not work more than fifteen (15) hours per month performing off-duty Canine duties
as described herein.

Employees assigned as Canine Officers who must take their canine to the
veterinarian in an emergency shall submit a written request to the Police Chief or
the Chief's assigned designee for additional compensation for the hours spent
performing such work. Emergencies such as emergency veterinarian visits do not
require advance approval because such work time is beyond the officer’s control. In
addition, if a canine officer will be required to perform duties (in rare occurrences)
which causes a substantial increase in the normal off-duty hours worked for that
month, he/she may request, in advance of the work, that additional compensation
be provided. Such additional compensation must be approved in advance before
any such work is performed unless the additional work is an emergency beyond the
officer’s control. Any additional compensation shall be compensated at time and
one half the canine regular rate, the calculation of which is described in the previous
paragraph.

Additional Compensation Pay (included in 25% overall cap)
The following Additional Compensation Pays Education Pay described in Section

4.7.1.3; and Special Assignment Pay described in Section 4.7.2 must be confirmed
by the Chief of Police, with final approval by the City Manager. The City shall report



the above listed pays to CalPERS in accordance with California Public Employees’
Retirement Law.

Personnel qualifying for the additional compensation under this Section, shall be
limited to fourteen percent (14%) total cap, except that longevity pay received by a
sworn employee at the level of ten (10) and fifteen (15) years of service shall be
excluded from the fourteen percent (14%) cap.

4.6.1 Incentive Pay

4.6.1.1 Longevity

A.

All full-time employees who attain ten (10) years of continuous
service with the City of San Pablo Police Department shall receive
an additional one percent (1%) of base salary, as a longevity
incentive. (1% shall be excluded from 14% cap, and included in
25% overall cap)

All full-time employees who attain fifteen (15) years of continuous
service with the City of San Pablo Police Department shall receive
an additional two percent (2%) of base salary, for a total of three
percent (3%) of base salary, as a longevity incentive. (3% shall be
excluded from 14% cap, and included in 25% overall cap)

All full-time employees hired prior to January 1, 2005 and who
attain combined twenty (20) years of continuous service with the
City of San Pablo and prior public agency as a full time, sworn
officer (of which 15 years must be with the City of San Pablo), shall
receive an additional two percent (2%) of base salary, for a total of
five percent (5%) of base salary, as a longevity incentive (2% shall
be included in 14% cap and 5% shall be included in the 25%
overall cap).

All full-time employees hired prior to January 1, 2005 shall receive
an additional two percent (2%) of base salary, for a total of seven
percent (7%) as a longevity incentive once they attain combined
twenty five (25) years of continuous service with the City and prior
public agency as a full time, sworn officer (of which 15 years must
be with the City of San Pablo) (4% shall be included in the 14% cap
and 7% shall be included in the 25% overall cap).

The percentage increases shall not be cumulative; each is applied
to base salary only.

10



For the purpose of calculating longevity pay eligibility, one “year of
service” shall be defined as two thousand eighty (2080) hours of
straight time hours worked, including use of paid time off.

“Continuous service with the City of San Pablo” for the purpose of
longevity pay eligibility shall be defined as service not broken by a
break in service of twelve (12) months or longer following
separation.

4.6.1.2 Master Police Officer and Sergeant Program (included in 14%
cap and 25% overall cap)

The Master Police Officer and Police Sergeant Program is designed to
recognize career proficiency attained through established longevity and
demonstrated qualifications. Those Officers and Sergeants who obtain this
non-rank award are exemplary of departmental expectations of excellence
and shall receive an off-schedule five percent (5%) salary adjustment at
his/her basic hourly rate. At the end of two (2) years the award will be
discontinued unless the Officer or Sergeant is re-certified.

A. The following qualifications must be met:

(1) An Officer must possess an Advanced P.O.S.T. Certificate and
three (3) years with the City of San Pablo.

(2) A Sergeant must possess an Advanced P.O.S.T. Certificate and a
Supervisory Certificate.

B. The Officer or Sergeant must not have any complaints sustained
alleging substantiated excessive force, unnecessary force, racially
abusive conduct, or conduct unbecoming in the past two (2) years.
Further, no more than one (1) substantiated complaint of any other
kind within the past two (2) years.

C. The Officer or Sergeant must successfully participate in at least one
(1) of the following assignments while holding his/her current rank and
during a time period contemporaneous with the Master Officer or
Sergeant application:

(1) Canine Handler

(2) Traffic Officer

(3) Detective (each different or separate section assignment will count
as a separate specialty. The minimum time (one (1) year) shall
refer to each separate assignment.

(4) Special Entry and Apprehension Team

(5) Field Response Team or Negotiator

11



(6) Field Training Officer

(7) Department Certified Training Staff

(8) Bicycle Patrol

(9) As a substitute for one of the above specialist assignments, the
Officer or Sergeant must perform a minimum of fifty (50) hours of
service time, with prior approval, towards such programs as:

Priority Oriented Policing (P.O.P)
School Resource Officer
Explorer P.O.S.T.

Cadet

Qoo

The Officer or Sergeant's most recent evaluation must clearly
document a performance level of above standard or outstanding.

The Officer or Sergeant must qualify at the most recent Department
Firearms Qualification test.

The Officer or Sergeant must meet the following requirements as
determined by a Sergeant Proctor, or a Commander Proctor in the
case of a Sergeant:

The Association and the City will review the basis for the following
requirements during the term of the Agreement.

(1) The Officer or Sergeant's weight must be proportioned per
Department Manual.

(2) One (1) mile must be run in less than ten (10) minutes.

(3) Thirty (30) sit-ups must be performed in less than two (2) minutes.

(4) Four (4) pull-ups must be performed without a rest.

(5) Twenty (20) pushups must be performed without a rest.

*k%k O R *kk

The Officer or Sergeant must pass a complete physical examination,
including stress test.

Application Process: Eligible Officers and/or Sergeants who are
interested in being considered for the advanced positions of the
Master Police Officer and Sergeant Program must submit a
completed application to the Chief of Police.

Master Police Officer and Sergeant Review Board

(1) Duties of the Review Board

12



a. The Master Police Officer and Sergeant Review Board is
responsible for assessing the applicant's suitability for the
advanced positions of the Master Police Officer and Sergeant
Program.

b. The Master Police Officer Review Board is an advisory body in
the Master Police Officer and Sergeant selection process. The
Chief of Police will make the decision regarding advancement
of applicants into the Master Police Officer and Sergeant
Program.

(2) Composition of the Master Police Officer and Sergeant Review
Board

a. The Master Police Officer and Sergeant Review Board will
consist of representatives of each rank in the Department
(Police Officer, Sergeant, and Commander).

b. The Chief of Police will appoint the members to the Master
Police Officer and Sergeant Review Board.

i.  The representatives appointed from the Police Officer
rank will usually be among those Officers who have
previously advanced to Master Police Officer positions.

ii.  The Master Police Officer and Sergeant Review Board
will be chaired by the Commander. Each member of the
Master Police Officer and Sergeant Review Board will
have voting privileges.

iii. Decision of the Board - The Board shall communicate
its decision, in writing, to the applicant. Any applicant
who is denied an award may request a meeting with the
Chief or designee.

4.6.1.3 Education Pay (included in 14% cap and 25% overall cap)

Sworn employees holding Advanced Degrees shall receive the indicated
Degree Incentive. Appropriateness of the Degree held will be determined by
the City at the time of hire or award of Degree. Sworn employees who, as of
June 30, 1989, qualify for Degree Pay or are currently receiving
"equivalency"” pay shall receive Degree Pay following approval of academic
status. Sworn personnel hired after July 1, 1989 will not qualify for Education
Pay via "equivalency" status.

13



For Sworn Officers (Sergeant, and Police Officers)

A.

For employees hired before July 1, 2017, Five percent (5%) of base
salary — AA degree.

For employees hired on or after July 1, 2017, three and one half
percent (3.5%) of base salary — AA degree

Seven percent (7%) of base salary — Bachelor’'s degree

Nine percent (9%) of base salary — Master’s degree

The percentage increases shall not be cumulative; each is applied to
base salary.

POST Certificate Competency Pay

Upon signing of the contract, sworn employees who receive the
appropriate POST certificate following completion of requirements,
shall receive the applicable incentives at a percentage of the eligible
employee’s base salary:

Intermediate One percent (1%)
Advanced Two percent (2%)
Supervisor Three percent (3%)
Management Four percent (4%)

4.6.2 Special Assignment Pay (not subject to any cap)

Multilingual Incentive

All full-time Police Department employees who are multilingual and who use
their skills, and are recognized as such by their respective supervisors, shall
receive additional pay upon application and approval of the Chief of Police as
outlined below:

A.

Primary Level — To be eligible for the primary level of multilingual pay,
a sworn employee must possess the ability to conduct a traffic or
pedestrian stop and complete the contact appropriately with a
secondary language required to serve the community. This would
include the ability to complete a citation, Field Interview Card,
summon medical aid, and/or to resolve minor calls for service. Non-
sworn employees must be able to demonstrate equivalent skills
applicable to the employee’s job duties to be eligible for primary level
multi-lingual incentive. An employee certified as able to speak a
secondary language at the primary level and required to use such
skills in the course of his or her job shall be compensated in the
amount of one hundred dollars ($100.00) per month.

14



Secondary Level — To be eligible for the secondary level of multi-
lingual pay, a sworn employee must possess the ability to complete a
Field Sobriety Test and a basic police investigation, and appropriately
document the incident in a report, including obtaining a first person
statement and/or booking arrestees in a secondary language. Non-
sworn employees must be able to demonstrate equivalent skills
applicable to the employee’s job duties to be eligible for secondary
level multi-lingual incentive. An employee certified at the secondary
level and required to use such skills in the course of his or her job
shall be compensated in the amount of two hundred dollars ($200.00)
per month.

Expert Level (Fluent) — To be eligible for the expert level of multi-
lingual pay, a sworn employee must possess the ability to conduct
any investigation, including homicides and sexual assault cases,
interrogate a suspect, and/or testify in court in a language other than
English. Non-sworn employees shall be able to speak, read, write,
edit, proof read frequently, investigate and/or testify in court using a
secondary language to be eligible for expert level multi-lingual
incentive. An employee certified at the expert level and required to
use such skills in the course and scope of his or her job shall be
compensated in the amount of three hundred dollars ($300.00) per
month.

Employee shall receive pay for only one appropriate competency
level.

Employees wishing to be certified at the Primary, Secondary, or
Expert competency levels shall be required to demonstrate their
abilities to a third-party linguistics evaluator selected by the Chief of
Police with input from the SPPEA. An employee may request a re-
evaluation one (1) year or more after the last evaluation.

The Chief of Police shall have the final determination, including
consideration as to who is certified and at what level based on the
applicability to the community of San Pablo.

Languages eligible for multi-lingual pay are those spoken by twenty
percent (20%) or more of the residents of San Pablo, American Sign
Language, and any language approved by the Chief of Police.

This benefit may be recertified periodically to continue eligibility or
when an employee advances to the next level.

15



4.7

4.8

Temporary Upgrade Pay (Out-of-Class Pay)

Prior approval must be obtained from the Chief of Police in the event an employee
is assigned the duties of a higher classification. The employee shall be paid a flat
rate of five percent (5%) above their current salary step which shall become
effective on the first day of assigned duties in the higher classification, if worked one
(2) full day.

Any employee on a temporary assignment longer than thirty (30) days and assigned
to the full range and scope of duties of a higher classification shall be assigned to
the lowest step in that higher pay range which is at least five percent (5%) higher
than normal assigned pay for the duration of the temporary assignment following the
first thirty (30) days.—The City shall report temporary upgrade pay of more than
thirty (30) days to CalPERS in accordance with California Public Employees’
Retirement Law.

Call to Duty and/or Court Time

Employees represented by the Association who are called back to duty or
subpoenaed to court about events arising out of their employment on an off duty
day or while on vacation, shall be compensated at the rate of time and one half (1-
1/2) the employee’s regular rate of pay, with the minimum compensation of four (4)
hours at the rate of time and one half (1-1/2) the employee’s regular rate of pay.

Employees who are called back to duty or subpoenaed to court regarding events
arising from their employment on a duty day but for hours the employee is off shift
shall be compensated at the rate of time and one half (1-1/2) the employee's regular
rate of pay, with a minimum compensation of four (4) hours, except that there shall
be no minimum compensation guarantee in the event that such testimony or other
duty is contiguous to the employee's regular duty shift. For the purpose of this
agreement, contiguous is the two-hour period preceding or following a scheduled
shift or other assignment). Shift assignments shall not be exercised in such a
manner as to avoid payment provided in this Section.

In the event an employee is called off on the day of a court appearance, prior to
responding to court, they shall be compensated two (2) hours at the time and one
half (1-1/2) the employees regular rate of pay. The employee will still receive four
(4) hours compensation at time and one half (1-1/2) their regular rate of pay if called
off upon arrival at court.

It will be the responsibility of the Police Department to notify the employee of any

court cancellations. The Police Department will endeavor to notify the employee no
later than the night before the scheduled hearing, when possible.

16



SECTION 5. EDUCATION INCENTIVE PROGRAM FOR SWORN AND NON-SWORN
EMPLOYEES

An employee may, on his or her own initiative, spend time at an independent school or
college after work hours for the purpose of furthering his or her education. To the extent
such educational courses entered into are beneficial to City job-enhancement, and any
Degree or Certificate is subject to City Manager approval, the employee may be eligible for
tuition reimbursement as described below. The employee must have successfully
completed their probation, to be eligible in this program. Educational courses must be job-
related and shall be in the sole discretion of the Chief of Police with concurrence from the
City Manager, based on the Department’s need for knowledge in a specific occupational
category.

The course or degree shall be conducted by a school accredited by the nationally
recognized accrediting agencies published by the Secretary of Education (U.S. Department
of Education www.ed.gov). Certificate programs are not required to be accredited by the
Department of Education, but are subject to City Manager approval and are required to
enhance City job related skills.

Subject to the above, the City will, while an employee attends classes, reimburse the
employee’s costs for tuition, special fees, books, and supplies up to a maximum limit of
five thousand two hundred fifty ($5,250) per calendar year, the maximum tax free
education reimbursement amount allowed by Internal Revenue Code Section 127.

Such reimbursement shall not be made until, and shall be conditioned on the employee’s
satisfactory completion of the course work. The employee must receive afinal letter grade
of “B” or better, and provide such documentation to the City, within sixty (60) days of the
semester/quarter end, in order to receive reimbursement. Such reimbursement shall not
be made until, and shall be conditioned on the employee’s satisfactory completion of the
coursework. The employee must submit final grades and approved paperwork by
December 10th in order to receive reimbursement by December 31st.

The tuition reimbursement benefit shall terminate at such time as the employee is no

longer actively performing service for the City, even where the employee has completed
partial or full coursework during the period of City employment-

SECTION 6. HOURS OF WORK OVERTIME AND COMPENSATORY TIME

6.1  Definition of Workweek and Work Period for Sworn Employees

The workweek begins at 12:00 a.m. on Monday and ends at 11:59 p.m. on Sunday,
except as otherwise designated for employees on an alternate work schedule.

Effective July 1, 2014, the City adopted the twenty-eight (28) day, 7(k) work period
for sworn employees.
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6.2

6.3

6.4

6.5

6.6

Hours of Work for Sworn Employees

A normal workweek for employees covered by this Agreement shall consist of four
(4) ten (10) hour work shifts followed by three (3) consecutive days off. Employees
may be assigned to a twelve and a-half hour work shift which shall consist of three
(3) twelve and a-half (12.5) hour shifts followed by four (4) consecutive days off with
one 10 (ten) hour pay back day to be scheduled within the employee’s 28-day work
period, as needed.

Meal Breaks for Sworn Officers

Police Officers may take a daily meal break not to exceed one-half (*2) hour when
the demands for police service permit. Calls for services shall take precedence over
meal breaks. Because of safety, officers are compensated for their entire shift, and
no additional compensation is provided for missed meal breaks. Supervisors are
expected to take all reasonable measures to allow officers an opportunity for a meal
break.

Meal breaks are not to be taken within the first or last hour of a scheduled shift
without the expressed knowledge and approval of a supervisor.

Overtime for Sworn Employees

The City shall pay an amount equal to one and one-half (1-1/2) times the prevailing
hourly rate of pay for all sworn employees required to work in excess of a scheduled
ten (10) or twelve and a-half (12 %2) hour work shift, or in excess of one hundred
seventy one (171) hours in a 28-day work period.

Additionally, for each consecutive four (4) hours of overtime an employee works
(which is not scheduled at least twenty-four (24) hours in advance) consecutive with
the employee’s regularly schedule work shift, the City shall pay seven dollars and
fifty cents ($7.50) for one (1) meal, not subject to the approval of the Supervisor.

For the purposes of computing time worked in this Section, all paid leave taken
during a work week shall be computed as time worked.

Overtime shall be earned in quarter hour increments rounded to the nearest quarter
of an hour.

Hours of Work for Non-Sworn Employees

Full time, Non-Sworn Employees shall work four (4) ten (10) hour shifts per
workweek followed by three (3) consecutive days off, except as provided under
Section 8 (Days of Work and Days Off Assignment) of this agreement.

Definition of Workweek for Non-Sworn Employees
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6.7

6.8

6.9

The workweek begins at 12:00 a.m. on Monday and ends at 11:59 p.m. on Sunday,
except as otherwise designated for employees on an alternate work schedule.

Overtime for Non-Sworn Employees

The City shall pay an amount equal to one and one-half (1-1/2) times the prevailing
hourly rate of pay for all non-sworn employees required to work in excess of the
employee’s regularly scheduled work shift or in excess of forty (40) hours in a
workweek. For the purposes of computing time worked in this Section, all paid leave
taken during a work week shall be computed as time worked.

Additionally, for each consecutive four (4) hours of overtime an employee works
(which is not scheduled at least twenty-four (24) hours in advance) consecutive with
the employee’s regularly scheduled work shift, the City shall pay up to seven dollars
and fifty cents ($7.50) for one (1) meal, not subject to the approval of the
Supervisor.

Overtime shall be earned in quarter hour increments rounded to the nearest quarter
hour.

Meal and Rest Periods for Non-Sworn Employees

One-half (*2) hour of the non-sworn employee’s scheduled shift will be used for an
unpaid meal period at or near the midpoint of the shift, unless directed by the
supervisor that the needs of the Department require that the employee work through
the scheduled lunch break.

Non-Sworn Employees may take two (2) short break periods, not to exceed fifteen
minutes each, one during the first half of the shift, and one during the second half of
the shift. Such break period shall be considered work time and will be compensated
as such; provided, however, that when needs of the Department so require, such
employees may be required to forego such breaks when ordered to do so by their
supervisor. Such employees may forego their break period(s) on any particular day
and use such time to extend their meal period by fifteen minutes or one-half (¥2)
hour, provided that prior approval of the supervisor is obtained; and further
provided, that regardless of whether a practice comes into existence of extending
the lunch period, there shall be no continued right to so extend the lunch period,
and the Department may at any time require that the employees take only the one-
half (*2) hour period, or forego that period if deemed necessary in the sole discretion
of the Department.

Compensatory Time

Employees who are eligible to receive overtime may elect to receive compensatory
time off in lieu of cash overtime payments.
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Compensatory time off must be provided at time and one-half (1 ¥2) for each
overtime hour worked.

Compensatory time off is voluntary. An employee may elect to not receive
compensatory time off. The employee shall be allowed to use compensatory
time off upon reasonable request and if it does not unduly disrupt the
operations of the Police Department. It must be recognized that approval of
time off requests will be subject to departmental staffing requirements and
operational priorities.

Authorization of compensatory time off requests shall not be unduly withheld
and the employee shall be promptly notified of any management decision.

Sworn employees may accumulate up to four hundred eighty (480) hours of
compensatory time off and non-sworn employees may accumulate up to two
hundred forty (240) hours. The 480/240 hour limitation is a maximum, all
other hours must be paid in cash at the rate earned by the employee at the
time the employee receives payment. Approved requests for compensatory
time account payments shall be submitted with the regular payroll time sheet.

Upon termination, all accumulated compensatory time off must be paid to an
employee at his/her current rate or his/her rate for the past three years
whichever is higher. The last three years of employment is defined as the
three-year period immediately prior to termination, so that if an employee has
a break in service, the period of employment after the break will be treated
as a new employment.

SECTION 7. SHIFT ASSIGNMENT

Shift sign-ups will be for within three- or four-month periods, as agreed between
Association and Police Department management. The term "seniority" used herein shall
mean "time in grade".

A.

The Commander shall determine the distribution of personnel (the number of
employees and job classifications to be scheduled for each shift).

Employees shall not exceed a maximum of twelve (12) months of continuous
assignment on any one shift, except as provided under Section 6.5 (Hours of
Work for Non-Sworn Employees).

One (1) Commander will be responsible for compliance.

Employees shall work a minimum of three (3) or four (4) months continuous

assignment on any one shift, as agreed between Association and Police
Department management, except as provided under Section 6.5 (Hours of
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Work for Non-Sworn Employees).
Shift sign-up shall be by seniority (time in grade).

The Commander shall have the authority for shift assignment and will have
flexibility in assignments for the purposes of addressing:

(1) Emergency situations.

(2) Needs of the Department.

(3) Reasonable and equal distribution of experience and ability on all shifts.
(4) Demonstrated need of the individual.

(5) Mandatory overtime.

Shift assignments for departmental “shared” overlap day on a six (6) team
schedule shall be determined by the Commander. Schedule changes for the
purposes of the “shared” overlap day shall be based on department needs
and limited to once per month per employee.

SECTION 8. DAYS OF WORK AND DAYS OFF ASSIGNMENT

The following rules shall apply to scheduling of shifts and days off:

A.

B.

Under the current system, all days off shall be pre-set.

The Commander will have the authority to assign squads differently than
selected by the employee for limited periods of up to thirty (30) days to
satisfy scheduling needs of the Department.

Trading shifts will be allowed within reason, with prior Commander approval.
All days off involved in the trade must fall within the same four (4) month
period.

Sergeants or Acting Sergeants may trade shifts, provided that one Sergeant
shall be on duty each shift. All days off involved in the trade must fall within
the same four (4) month period.

Police Service Assistants, Police Services Technicians, Jailers, and Police
Administrative Clerks may trade days off, within classification, across shifts,
with approval of the Commander. When trading days, an employee may not
work a back-to-back shift which would cause hardship to the employee. All
days off involved in the trade must fall within the same four (4) month period.

No employee may work more than ten (10) consecutive days without a day
off unless agreed to by the employee and the Commander.
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The shift sign-up list will be posted no less than forty-five (45) days before
the beginning of each quarter. The sign-up list will carry the date the list is
posted. Each employee will have a specific designated calendar day,
determined by his/her seniority, in which to sign up for shift and days off but
may sign up prior to that calendar day if his/her name has reached the top of
the list.

SECTION 9. HEALTH AND WELFARE

9.1 Medical, Dental Insurance, and Vision Care Contributions

A.

Medical Insurance

The City is a participating employer in the Public Employees’ Medical and
Hospital Care Act (PEMHCA), the medical insurance program sponsored by
CalPERS. Upon the City’s adoption of the amendment to the City’s contract
with CalPERS for PEMHCA patrticipation, the maximum City contribution per
month for medical insurance for active employees and qualifying annuitants
shall be the minimum employer contribution as determined by CalPERS. For
2017, the minimum, monthly employer contribution is $128.

Flexible Benefit Plan

The City maintains a Flexible Benefit Plan that constitutes a cafeteria plan
within the meaning of Section 125 of the Internal Revenue Code. The
Flexible Benefit Plan allows active employees to pay for actual medical plan
premiums or other qualified expenses on a pre-tax basis.

Between the date of City Council approval of this agreement and December
31, 2017, the City will contribute, on behalf of each eligible employee
enrolled in City-provided health insurance, solely for the purchase of medical
insurance coverage that is affordable and provides minimum essential
coverage as defined by the Affordable Care Act, an amount up to:

e the premium for the employee’s selected, City-provided group health
insurance plan at the selected level of coverage;

e minus the City’s minimum, monthly employer contribution required for
participation in PEMHCA (see Section 10.1(a) above);

e minus one hundred and fifty dollars ($150) to be paid by the employee
if enrolled in a Kaiser plan, or minus twenty percent (20%) of the
group health insurance premium to be paid by the employee if
enrolled in a non-Kaiser plan.

Between January 1, 2018 and June 30, 2019, the City will contribute, on
behalf of each eligible employee enrolled in City-provided health insurance,
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solely for the purchase of medical insurance coverage that is affordable and
provides minimum essential coverage as defined by the Affordable Care Act,
an amount up to:
e the premium for the employee’s selected, City-provided group health
insurance plan at the selected level of coverage;
e minus the City’s minimum, monthly employer contribution required for
participation in PEMHCA (see Section 10.1(a) above);
e minus one hundred and fifty dollars ($150) to be paid by the employee
if enrolled in a Kaiser plan;
e minus any additional cost of any non-Kaiser group health insurance
premium.

Effective July 1, 2019, the City will contribute, on behalf of each eligible
employee enrolled in City-provided health insurance, solely for the purchase
of medical insurance coverage that is affordable and provides minimum
essential coverage as defined by the Affordable Care Act, an amount up to:
e ninety percent (90%) of actual cost of coverage, up to a maximum
of ninety percent (90%) of Kaiser family rate;
¢ minus the City’s minimum, monthly employer contribution required for
participation in PEMHCA (see Section 10.1(a) above).

Healthcare Legislation Reopener

The City may reopen negotiations of Section 9 (Health and Welfare) at
any time during the term of the MOU to address the impact of legislative
changes to health care.

In Lieu or Dual Medical Coverage

In the event an eligible employee elects to waive participation in City-
provided health insurance due to coverage in a group health plan from
another source (e.g. spouse, parent, etc.), the employee shall-receive the
appropriate in-lieu amount:

$500.00 — Family coverage or two-party coverage

$350.00 — Single party coverage

The employee may receive the in-lieu amount in cash (taxable) or they may
elect to contribute the in-lieu amount (not taxable) towards the 457 ICMA
Deferred Compensation Plan as a supplemental retirement benefit.

To elect this option, the employee shall demonstrate that he or she is
adequately covered at the applicable level of coverage by another source of
group health insurance. If an employee loses primary coverage, he or she
shall be covered by the City health plan as soon as possible, in accordance
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with CalPERS regulations and this MOU.

The City’s obligation to pay the